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Abstract

Sexual Discrimination in the workplace refers to unfair treatment based on a person’s gender or sex, often affecting opportunities, pay, and
professional growth. Despite legal safeguard, many employees-especially women-continue to face harassment, biased hiring, and unequal
promotion. This study explores the causes, consequences and roles of human resource management in preventing and addressing sexual
discrimination. It highlights the importance of strong policies, awareness training, and inclusive culture to ensure a safe and equal work

environment for all.

In today’s evolving professional world, organizations must go beyond compliance and actively promote gender sensitivity. HR plays a key role
in shaping workplace behaviour through transparent reporting systems, employee education, and zero-tolerance policies. The aim is not only to
reduce discrimination but to build a culture of respect, fairness, and equal opportunity.

Keywords: Sexual discrimination, workplace equality, human resource management (HRM), gender bias, employee well-being, career

advancement, organizational culture, employee rights.

Introduction

Workplaces are meant to be spaces where people bring their
skills, creativity, and effort together to achieve shared goals.
Ideally, every individual should feel valued, respected, and
given equal opportunities to grow. Yet, for many employees,
especially women, the reality is very different. Sexual
discrimination continues to be a troubling barrier that denies
people fair treatment based on something as basic as their
gender. It shows up in many ways: unequal pay for the same
work, being passed over for promotions, facing inappropriate
comments, or being stereotyped into certain roles simply
because of one’s gender.

These experiences are not just individual setbacks—they
create ripple effects that impact entire organizations. When
employees feel undervalued or unsafe, they lose motivation,

where employees trust that they will be treated equally,
regardless of their gender. Tackling discrimination requires
moving past reactive measures and focusing on prevention,
awareness, and genuine cultural change.

This research paper takes a closer look at sexual
discrimination in the workplace from an HRM perspective. It
seeks to understand its causes, its impact on employees and
organizations, and the strategies HR can use to fight it. The
aim is to show that creating equal and safe workplaces is not
just a legal obligation but a moral and strategic necessity. An
inclusive workplace benefits everyone—it empowers
individuals, strengthens organizations, and moves society
closer to true equality.

Review of Literature

their productivity falls, and many even leave their jobs. This 1. Kanter (1977), in her classic work Men and Women of the
not only affects careers but also damages the organization’s Corporation, analyzed how structural arrangements in
reputation and growth. Stories shared through movements like organizations restrict women’s opportunities. She argued
#MeToo have shown the world how deep and widespread that women’s limited access to managerial roles is not
these issues are, proving that sexual discrimination is not an due to personal inadequacy but rather institutional
isolated problem but a systemic one. barriers such as tokenism and hierarchical bias. Her
For Human Resource Management (HRM), this issue is both findings remain foundational for understanding gender
a challenge and a responsibility. HR professionals are inequality at the workplace.

expected to ensure that policies are fair, complaints are heard, 2. Reskin and Padavic (1994) examined occupational
and workplaces are inclusive. But beyond policies, HR also segregation and concluded that women are often
has the power to shape culture—building an environment clustered into low-paying, low-status jobs. They
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10.

11.

12.

explained that this segregation perpetuates stereotypes
that certain jobs are “male” or “female,” thereby limiting
upward mobility for women and sustaining systemic
workplace inequality.

Blau and Kahn (2000) studied wage disparities across
industries and found that women consistently earn less
than men for similar qualifications and experience. They
emphasized that the persistence of the gender wage gap
cannot be explained by education or labour choices alone,
but rather reflects discriminatory practices.

Cotter et al. (2004) introduced the concept of the “glass
ceiling,” showing that women face invisible yet
significant barriers in reaching senior leadership
positions. Despite equal or higher qualifications, women
are less likely to be promoted to executive roles,
revealing structural resistance to female advancement.
Fitzgerald et al. (1997) defined workplace sexual
harassment as a serious form of gender-based
discrimination that undermines employee well-being.
Their research demonstrated how harassment affects not
only psychological health but also productivity,
absenteeism, and long-term career prospects, making it a
central HRM issue.

Berdahl (2007) argued that harassment should be
understood as a mechanism for maintaining gender
hierarchies rather than simply unwanted sexual attention.
She highlighted that women who defy traditional gender
norms, such as showing assertiveness, are more likely to
be targeted, linking harassment to broader power
dynamics.

Cortina et al. (2002) investigated the effects of sexual
discrimination and found strong correlations with
emotional exhaustion, job dissatisfaction, and withdrawal
behaviors. Their study revealed that discriminatory
experiences create hostile work environments that push
employees toward disengagement or resignation.

Ragins and Cornwell (2001) studied organizational
commitment and found that discrimination significantly
decreases employee loyalty, particularly among women
and minorities. They emphasized that organizations lose
valuable talent when discriminatory practices remain
unchecked, creating long-term economic and reputational
costs.

Kalev, Dobbin, and Kelly (2006) assessed the
effectiveness of diversity programs and concluded that
most fail because they focus narrowly on compliance.
Their research showed that initiatives aimed at fostering
inclusivity and accountability—such as targeted
mentoring—are more effective than those focused solely
on legal risk management.

Dobbin and Kalev (2016) further argued that compliance-
based diversity training often backfires by creating
resentment rather than change. They stressed that cultural
transformation, leadership accountability, and active
engagement of managers are crucial for reducing
workplace discrimination.

Konrad and Linnehan (1995) proposed proactive
diversity management strategies, such as mentorship
programs and unbiased hiring procedures. They argued
that organizations that treat diversity as a strategic asset
rather than a legal obligation are more likely to achieve
equitable and inclusive workplaces.

Ely and Meyerson (2000) studied gender equity programs
and concluded that surface-level interventions are
insufficient. They advocated for deeper structural and

13.

14.

15.

16.

17.

18.

19.

20.
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cultural changes that address stereotypes and power
imbalances within organizations, emphasizing the need
for transformative approaches.

Crenshaw  (1991) introduced the concept of
intersectionality, highlighting how women of color
experience discrimination differently than white women
because of overlapping oppressions of race and gender.
Her framework is crucial in understanding that sexual
discrimination is not uniform and often compounded by
other social categories.

Wingfield (2009) expanded on intersectional perspectives
by examining the experiences of Black professional
women. She revealed how these women face unique
challenges in balancing their racial and gender identities
in predominantly white and male organizations, leading
to additional layers of exclusion.

Heilman (2001) investigated gender stereotypes in
performance evaluations and found that women are often
judged as less competent, regardless of their
qualifications. This bias not only affects promotions but
also undermines confidence and limits career
development opportunities for women.

Eagly and Karau (2002) developed the “role congruity
theory,” which explains how prejudice arises when
women take on leadership roles that contradict
stereotypical gender expectations. Their research showed
that women leaders are often perceived as less effective,
discouraging women from pursuing or being selected for
leadership positions.

McDonald (2012) analyzed reporting behaviors in cases
of harassment and discrimination. She found that fear of
retaliation, victim-blaming, and lack of faith in grievance
mechanisms prevent employees from reporting incidents,
thereby  perpetuating the cycle of workplace
discrimination.

Buchanan et al. (2018) examined workplace responses to
harassment and revealed that many organizations fail to
provide safe, supportive, and confidential reporting
systems. This institutional failure discourages victims
from coming forward and allows discriminatory practices
to persist unchallenged.

Acker (2006) introduced the concept of “inequality
regimes,” describing how organizational structures and
everyday practices reproduce gendered disadvantages.
Her framework emphasizes that discrimination is not
incidental but deeply embedded in workplace systems
and policies.

Williams (2010) studied the “glass escalator”
phenomenon and discovered that men in female-
dominated professions often experience unexpected
advantages, such as faster promotions. This contrast
illustrates how gender dynamics operate differently
across industries but consistently favor men over women.

Statement of the Problem:

Even today, many employees face sexual discrimination at
work—whether through unfair pay, being overlooked for
promotions, enduring harassment, or simply not being treated
with the same respect as their colleagues. While most
organizations claim to have policies in place, the reality often
tells a different story. Many victims stay silent, fearing
retaliation, judgment, or the belief that their voices will not be
heard. This silence allows the problem to persist, harming not
only the individual’s confidence and well-being but also the
overall morale and performance of the workplace. For HR,
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the real challenge lies in going beyond rules and compliance,
and instead building a culture where every employee feels
safe, respected, and genuinely valued.

Objectives of the Study

This research aims to shed light on the realities of sexual

discrimination in the workplace and the role HR can play in

addressing it. The specific objectives are:

i). To understand the different forms of
discrimination employees experience at work.

ii). To explore the reasons why such discrimination
continues, despite existing policies.

iii). To examine the effects of discrimination on employee
morale, performance, and career growth.

iv). To look at how HR practices can either reinforce or
reduce discrimination in the workplace.

v). To suggest practical steps that organizations can take to
create a fairer, safer, and more inclusive work culture.

sexual

Significance of the Study

Importance of the Study: Sexual discrimination in the
workplace continues to be a pressing issue that affects
employee morale, career growth, and overall organizational
productivity. Understanding how such discrimination
manifests, and why it persists, is crucial for building safe and
inclusive workplaces. This study is important because it sheds
light on the root causes of gender inequality and highlights the
hidden barriers employees face in their professional journeys.
By addressing these issues, organizations can foster fairness,
equality, and respect at all levels of employment.

Use of Research for the Public: This research helps
employees and the wider public become aware of how sexual
discrimination influences not just career opportunities, but
also mental well-being, financial independence, and self-
confidence. By understanding these challenges, individuals
can become better informed about their rights, recognize
unfair practices, and seek redressal when necessary. The study
also raises awareness about the importance of collective
responsibility in creating workplaces where everyone feels
valued and respected.

Use of Research for the Government: For policymakers and
regulatory bodies, this study provides valuable insights into
how sexual discrimination impacts workforce participation
and national productivity. The findings can guide
governments in strengthening labour laws, monitoring
workplace practices, and framing policies that encourage
gender equality. It also equips authorities with data to
evaluate the effectiveness of existing measures and design
new initiatives that ensure safe and equitable employment
environments across industries.

Hypothesis

i). HI1: Sexual discrimination has a significant negative
impact on employee job satisfaction and workplace
morale.
HO: Sexual discrimination has no significant impact on
employee job satisfaction and workplace morale.

ii). H1: Female employees are more likely to experience
sexual discrimination compared to male employees.
HO: There is no significant difference between male and
female employees in experiencing sexual discrimination.

iii). H1: Sexual discrimination hinders career advancement
opportunities and contributes to higher employee
turnover.
HO: Sexual discrimination does not affect career
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advancement opportunities or employee turnover.

Research Methodology

1. Population and Sample

Population: The population of this study includes currently
studying students and employees.

Sample: From the population of students and employees, a
sample of 65 respondents were selected using a convenience
sampling method.

2. Data Collection Methods

A structured questionnaire was prepared and was sent to 65
students and employees. This study adopted a mixed research
approach because it consists of both option based and open-
ended questions. Data’s were collected from 9/16/2025
15:54:48 to 10/3/2025 12:31:11.

3. Research Instruments

The main tool used in this study was a questionnaire to collect
information from students and employees about the research.
The questionnaire was made and shared using Google Forms
(https://docs.google.com/forms/d/e/1F AIpQLS{5XiOlInsZie2n
PIRIATxi124QXMIUMTDK GkfthkkCOYO64Yvg/viewform?
usp=dialog) which made it easy for respondents to answer
online.

4. Data Analysis Technique

Data Analysis Techniques The data collected from the
questionnaire was analyzed using the Mean Method. The
mean was calculated for respondent’s answers on different
aspects of the question.

5. Research Limitations

While this study provides valuable insights into workplace
sexual discrimination, certain limitations must be
acknowledged. The majority of respondents were young
women from academic backgrounds, which means the
findings mainly reflect the perceptions of students and early-
career professionals. As a result, the conclusions may not
fully represent the experiences of older employees or those
working in other industries.

Since the data is based on self-reported experiences and
opinions, responses might have been influenced by personal
beliefs or hesitation to share sensitive information. The
limited geographical and organizational diversity also narrows
the study’s scope, as workplace cultures can vary widely
across regions and sectors.

Lastly, the research captures a snapshot in time rather than
long-term patterns. Without ongoing or follow-up data, it is
difficult to observe how attitudes toward sexual
discrimination evolve as individuals gain more experience in
their careers.

6. Research Gap

Although several studies have explored sexual discrimination
in workplaces, most have focused on corporate environments
or large organizations, often overlooking academic
institutions and early-career employees. This study aims to fill
that gap by highlighting how young professionals and
students perceive and experience workplace discrimination,
offering a fresh perspective from individuals who are just
entering professional spaces.

Another key gap lies in the connection between perception
and policy. While many existing studies emphasize the
importance of gender equality policies, few examine whether
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employees—especially younger ones—feel confident in
reporting discrimination or believe in HR support systems.
This research bridges that divide by combining perception-
based survey data with an evaluation of reporting behaviour
and HR responsiveness.

Finally, most prior research has been quantitatively driven,
focusing on numerical data rather than the lived experiences
and emotions tied to discrimination. By incorporating
participant perspectives, this study contributes a more human-
centered understanding of how discrimination affects morale,
confidence, and career aspirations.

7. Research Questions

i). Gender
e Female
e Male

e  Other

ii). Age Group
e Below 25
o 26-35
o 36-45
o 46-55
e Above 55

iii). Organization Type

e  Private

e Public

e NGO

e Academic
e  Other

iv). Work Experience
Less than 1 year
1-5 years

More than 5 years
No Experience

v). Do you believe sexual discrimination exists in today’s

workplace?
e Yes
e No
e Not Sure

vi). What forms of sexual discrimination are most
common in the workplace? (Tick all that apply)
Unequal pay

Fewer promotion opportunities

Sexual jokes/comments

Gender-based task assignment

Other

vii). Do you feel men and women are treated equally in
your organization?

e Yes
e No
e Not Sure

viii). Have you ever personally experienced sexual
discrimination at workplace?

e Yes

e No

e  Prefer not to say

https://academicjournal.ijraw.com

ix). Have you ever witnessed others facing sexual

discrimination?
e Yes
e No
e Not Sure

x). If you have experienced or witnessed discrimination,
did you or the person affected report it?

e Yes

e No

e Not applicable

xi). What are the common reasons people don’t report
sexual discrimination? (Tick all that apply)

Fear of losing job

Fear of being blamed or judged

Lack of trust in management/HR

Fear of retaliation

Lack of evidence

Belief that nothing will change

xii). How supportive do you think your HR department is
in handling sexual discrimination cases?

Very Supportive

Somewhat Supportive

Not Supportive

I don’t know

xiii). What steps can organizations take to prevent sexual
discrimination in the workplace?

xiv). Do you believe workplace awareness programs can
reduce sexual discrimination? Why or why not?

Data Analysis
1. Gender:

GENDER

65 responses

@ FEMALE
@ MALE
OTHER

)

Chart 1: Gender Distribution of Respondents

The pie chart highlights the gender distribution among 65
respondents, showing that most participants are female
(92.3%), while males make up 7.7%, and there were no
responses in the “Other” category. This reveals a clear female
majority, suggesting that women were more active or
interested in participating in the survey. Such an imbalance
may shape the overall insights of the study, as the findings are
likely to reflect more of the female respondents’ perspectives
and experiences.

Inference

This indicates that the perspectives in this study are largely
shaped by female experiences, reflecting women’s stronger
engagement with issues of workplace sexual discrimination. It
also suggests that the findings may emphasize female
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perceptions more than male viewpoints.

2. Age Group

AGE GROUP

65 responses

@ Below 25
® 26-35
© 36-45
@ 46-55
@ Above 55

Chart 2: Age and Work Experience of Respondents

The pie chart shows the age distribution of 65 respondents,
with the majority (78.5%) being below 25 years old. A
smaller share belongs to the 36-45 age group (9.2%) and the
4655 group (7.7%), while only a few fall under 26-35, and
none are above 55. This clearly highlights a youth-dominated
sample, suggesting that most participants are young adults—
likely students or individuals in the early stages of their
careers. Their age profile may shape the survey results, as
their views and experiences could differ from those of older
respondents.

Inference

The data shows that most participants are students or early-
career professionals. Their understanding of workplace
discrimination is likely based on early exposure, education,
and awareness rather than long-term professional experiences.

3. Organization Type

ORGANIZATION TYPE

65 responses

@ Private
@ Public

@ NGO
46.2% @ Academic
@ Other

Chart 3: Sector Representation

The pie chart shows the types of organizations represented by
65 respondents. Most participants (46.2%) are from the
academic sector, while 20% each belong to private
organizations and other sectors, and 12.3% are from the
public sector. There were no responses from NGOs. This
indicates that the survey group is largely made up of
individuals from academic backgrounds, likely including
students and educators. The mix of participants from private
and public sectors adds some variety, but the strong academic
representation may shape the overall findings toward
educational or research-focused perspectives.

https://academicjournal.ijraw.com

Inference
The academic dominance suggests that the results largely
reflect the views of young scholars, educators, and

researchers, providing insight into how upcoming
professionals  perceive gender bias and workplace
discrimination.

4. Work Experience

WORK EXPERIENCE

65 responses

@ Less than 1 year
@ 1-5 years

@ More than 5 years
@ No Experience

Chart 4: Work Experience of Respondents

The analysis of the work experience chart reveals that most
respondents (73.8%) have little or no professional experience,
suggesting that many are students or individuals just starting
their careers. Only a smaller portion (26.1%) have more than
a year of experience. This indicates that the study largely
represents a younger audience, whose understanding of
workplace issues like sexual discrimination may be
influenced more by observation and perception than by direct,
long-term experience in professional settings.

Inference

The data clearly shows that most respondents are either
students or individuals at the early stages of their careers. This
demographic insight suggests that their understanding of
workplace sexual discrimination may stem more from
awareness, education, or observation rather than extensive
firsthand experience. Consequently, their perspectives reflect
emerging attitudes toward workplace equality rather than
long-term workplace realities. This also highlights the
importance of integrating gender sensitivity and awareness
programs early in professional development, ensuring that
young employees enter the workforce with a strong
understanding of respectful and equitable conduct.

5. Do you believe sexual discrimination exists in today’s
workplace?

Do you believe sexual discrimination exists in today's workplace?
65 responses

@ Yes
@ No

@ Not Sure

Chart 5: Belief in the Existence of Sexual Discrimination in
Today’s Workplace
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The chart shows that a large majority of respondents (86.2%)
believe sexual discrimination still exists in today’s workplace.
This indicates a strong level of awareness and concern among
participants about gender-based unfairness at work. A smaller
group (9.2%) were unsure, suggesting that some may not have
personally encountered or observed such behavior, while only
4.6% felt that sexual discrimination does not exist. Overall,
the findings highlight that most people continue to view
sexual discrimination as a real and ongoing issue,
emphasizing the importance of promoting equality,
sensitivity, and preventive measures in professional
environments.

Inference

The data strongly indicates that the majority of individuals
acknowledge sexual discrimination as an ongoing concern in
professional environments. This high percentage reflects not
only awareness but also a shared perception that gender-based
inequalities remain a challenge despite growing legal
safeguards and workplace policies. The small percentage of
“Not Sure” responses suggests that some individuals may not
have directly encountered discrimination but recognize its
presence through observation or public discourse.

6. What forms of sexual discrimination are most
common in the workplace?

What forms of sexual discrimination are most common in the workplace? (Tick all that apply)
66 responses

Unequal pay 31 (47%)

Fewer promotion opportunities
Sexual jokes/comments
Gender-based task assignment

Other

Chart 6: Common Forms of Sexual Discrimination in the
Workplace

The chart shows that the most common form of sexual
discrimination experienced in workplaces is sexual jokes or
comments (66.2%), followed by gender-based task
assignments (60%), fewer promotion opportunities (47.7%),
and unequal pay (46.2%). A smaller group (15.4%) pointed
out other types of discrimination. These results suggest that
many employees still face verbal harassment and gender-
based unfairness at work, highlighting the importance of
creating inclusive workplaces through fair policies, open
conversations, and gender-sensitivity programs that encourage
respect and equality for all.

Inference:

The data highlights that verbal and behavioral forms of
discrimination—such as sexist remarks and biased task
distribution—are widespread, alongside deeper structural
issues like unequal pay and limited promotion prospects.
These findings emphasize that sexual discrimination in
workplaces is both cultural and systemic, affecting
employees’ sense of dignity, opportunity, and professional
growth. The strong presence of verbal harassment also
suggests a need for comprehensive awareness programs,
stricter policies, and accountability mechanisms to foster a
respectful work culture.

https://academicjournal.ijraw.com

7. Do you feel men and women are treated equally in
your organization?

Do you feel men and women are treated equally in your organization?
65 responses

@ Yes
@® No
Not Sure

Chart 7: Perception of Gender Equality in the Workplace

The chart reveals that more than half of the respondents
(50.8%) feel that men and women are not treated equally in
their organizations, showing that gender inequality is still a
concern in many workplaces. Only 21.5% believe both
genders are treated fairly, while 27.7% are unsure, possibly
due to mixed experiences or lack of clarity about workplace
practices. Overall, the findings highlight the need for stronger
equality measures, open communication, and awareness
programs to create a more balanced and respectful work
environment for everyone.

Inference:

The data highlights that verbal and behavioural forms of
discrimination—such as sexist remarks and biased task
distribution—are widespread, alongside deeper structural
issues like unequal pay and limited promotion prospects.
These findings emphasize that sexual discrimination in
workplaces is both cultural and systemic, affecting
employees’ sense of dignity, opportunity, and professional
growth. The strong presence of verbal harassment also
suggests a need for comprehensive awareness programs,
stricter policies, and accountability mechanisms to foster a
respectful work culture.

8. Have you ever personally sexual
discrimination at workplace?

experienced

Have you ever personally experienced sexual discrimination at workplace?
65 responses

@ Yes
® No

Prefer not to say

66.2%

Chart 8: Personal Experience of Sexual Discrimination at the
Workplace

The chart shows that most respondents (66.2%) said they have
not experienced sexual discrimination at work, while nearly a
quarter (24.6%) shared that they have faced it, and 9.2%
chose not to reveal their experience. Although many haven’t
personally encountered such issues, the number of people
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who have—and those who prefer to stay silent—shows that
sexual discrimination is still a real concern. This highlights
the importance of creating a safe, open, and supportive
workplace where everyone feels comfortable reporting and
addressing such problems.

Inference

Although a majority (66.2%) denied experiencing sexual
discrimination, the fact that nearly one-fourth of employees
(24.6%) reported direct experience is a serious concern,
indicating that such incidents are not isolated. The 9.2% who
preferred not to disclose may represent hidden or unreported
cases, suggesting that the true prevalence could be higher.
This underscores the importance of building a safe,
confidential, and supportive reporting system where
employees feel secure to voice their experiences. The
organization should also strengthen awareness programs,
gender-sensitivity training, and enforcement of anti-
harassment policies to promote a safer and more equitable
work environment.

9. Have you ever witnessed others facing sexual
discrimination?

Have you ever witnessed others facing sexual discrimination?

65 responses

® Yes
@ NO
Not Sure

Chart 9: Witnessing Sexual Discrimination in the Workplace

The chart shows that a majority of respondents (63.1%) have
witnessed others facing sexual discrimination at work,
suggesting that such incidents are still quite common and
visible in many workplaces. About 21.5% said they have not
witnessed any such behavior, while 15.4% were unsure,
possibly because some forms of discrimination may go
unnoticed or be subtle. Overall, the findings reveal that sexual
discrimination is not just a personal experience but something
many observe around them, highlighting the importance of
open discussions, strong reporting systems, and bystander
awareness to create a safer and more respectful workplace.

Inference

The results are striking—nearly two-thirds of respondents
have observed sexual discrimination at work, suggesting that
such behaviour is visible and not limited to isolated incidents.
This points to a deep-rooted cultural issue rather than a few
individual cases. The presence of 15.4% uncertain
respondents also signals a lack of awareness about what
constitutes discriminatory behaviour, which can lead to
underreporting or normalization of misconduct.

These insights highlight the urgent need for organizations to
foster an open, respectful environment where employees feel
empowered to speak up when they witness discrimination.
Regular awareness sessions, bystander intervention training,
and strict enforcement of workplace conduct policies can help
create a culture that actively discourages sexual

https://academicjournal.ijraw.com

discrimination and supports victims and witnesses alike.

10. If you have experienced or witnessed discrimination,
did you or the person affected report it?

If you have experienced or witnessed discrimination, did you or the person affected report it?
65 responses

@ Yes
@ No
Not applicable

Chart 10: Reporting of Experienced or Witnessed Sexual
Discrimination

The chart shows that more than half of the respondents
(52.3%) did not report the discrimination they experienced or
witnessed, while only 29.2% chose to speak up. Another
18.5% said it was not applicable, likely because they hadn’t
encountered such situations. These results suggest that many
people still hesitate to report discrimination—possibly out of
fear, lack of confidence in the system, or concern about
negative consequences. This emphasizes the importance of
building safe, confidential, and supportive reporting channels
so employees feel comfortable raising their voices without
fear.

Inference

The findings expose a significant reporting gap within
workplaces. Despite the presence of discrimination, more than
half of the respondents (52.3%) remained silent, suggesting
fear, stigma, or a lack of trust in the organization’s grievance
mechanisms. The low reporting rate reflects not only
hesitation but possibly a perceived lack of action or
confidentiality in handling such cases.

To address this, organizations need to strengthen their internal
complaint systems, ensuring they are safe, confidential, and
free from retaliation. Regular awareness campaigns,
leadership commitment, and visible accountability measures
can help employees feel supported and confident to come
forward. Encouraging open dialogue and demonstrating
empathy in handling complaints can gradually transform
silence into collective action for a safer, more respectful
workplace culture.

11. What are the common reasons people don’t report
sexual discrimination?

What are the common reasons people don't report sexual discrimination? (Tick all that apply)

65 responses

Fear of losing job

Fear of being blamed or judged 42 (84.8%)
Lack of trust in management/HR
Fear of retaliation
Lack of evidence

Belief that nothing will change 44 (B7.7%)

Chart 11: Common Reasons for Not Reporting Sexual
Discrimination
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The chart shows that the main reason people don’t report
sexual discrimination is the belief that nothing will change
(67.7%), followed by fear of being blamed or judged (64.6%).
Many also worry about losing their job (49.2%), having no
solid evidence (49.2%), or not trusting management or HR
(41.5%), while 24.6% fear retaliation. These results suggest
that silence often stems from fear and a lack of trust in
organizational support, emphasizing the need for safe,
transparent, and empathetic systems where employees feel
confident that their voices will be heard and taken seriously.

Inference

The data paints a clear picture of systemic and psychological
barriers that discourage victims and witnesses from coming
forward. The dominant belief that “nothing will change”
underscores a deep-rooted lack of confidence in
organizational processes and leadership accountability. The
combination of fear, stigma, and distrust suggests that
employees often feel isolated and vulnerable when
confronting discrimination.

To address this, organizations must actively rebuild trust by
ensuring transparent investigations, swift corrective actions,
and visible leadership commitment to fairness. Creating
anonymous reporting mechanisms, offering emotional and
legal support, and promoting zero-tolerance communication
can gradually dismantle fear and silence. When employees
truly believe their voices will be heard and protected, a
culture of respect and equality can begin to take root.

12. How supportive do you think your HR department is
in handling sexual discrimination cases?

How supportive do you think your HR department is in handling sexual discrimination cases?

65 responses

@ Very Supportive

@ Somewhat Supportive
Not Supportive

@ | don't know

18.5%
24.6%

Chart 12: Perception of HR Support in Handling Sexual
Discrimination Cases

The chart shows that more than half of the respondents
(52.3%) were unsure about how supportive their HR
department is in handling sexual discrimination cases,
indicating that many employees may not clearly understand
HR’s role in such situations. About 24.6% felt HR was
somewhat supportive, while only 18.5% believed it was very
supportive, showing that confidence in HR’s approach is
fairly low. A small group (4.6%) felt HR was not supportive
at all. Overall, the results suggest that employees need more
reassurance, open communication, and visible action from HR
to build trust and confidence in how such sensitive issues are
managed.

Inference

The findings highlight a significant awareness and trust gap
between employees and the HR department. Over half of the
participants being uncertain about HR’s stance indicates that
many employees are either unaware of HR policies or do not
feel confident approaching HR regarding sensitive issues like
sexual discrimination. The relatively low percentage of
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respondents viewing HR as “very supportive” further
emphasizes the need for stronger engagement, transparency,
and reassurance from HR teams.

To foster trust, HR departments must proactively
communicate their policies, conduct open forums and
sensitization workshops, and ensure visible follow-up actions
on reported cases. Building a culture of empathy,
confidentiality, and accountability can help employees
perceive HR not just as an administrative body, but as a
trusted ally in creating a safe and respectful workplace.

13. What steps can organizations take to prevent sexual

discrimination in the workplace?
The responses show that participants strongly believe sexual
discrimination in the workplace can be reduced through a mix
of awareness, equality, and strict enforcement. Many
suggested organizing regular awareness programs and training
sessions to help employees understand their rights and how to
report issues safely. Others emphasized the need for clear
rules, strong management support, and firm anti-
discrimination policies to ensure fairness and accountability.
Several respondents also pointed out the importance of equal
pay, equal opportunities, and including women in decision-
making roles, along with creating a safe and transparent work
environment. A few highlighted that building confidence
among women, offering support for victims, and taking strict
action against offenders are equally crucial. Overall, the
responses reflect a genuine call for workplaces to become
more inclusive, respectful, and proactive in addressing sexual
discrimination.

14. Do you believe workplace awareness programs can

reduce sexual discrimination? Why or why not?
Most participants felt that workplace awareness programs can
play a big role in reducing sexual discrimination, as they help
educate employees, build respect, and create accountability.
Many believe such programs can change mindsets, make
people more empathetic, and give victims the confidence to
speak up. However, a few respondents were doubtful, saying
that real change depends on individual behavior and that
awareness alone isn’t enough without strict rules and
enforcement. Some also pointed out that people often don’t
take these sessions seriously, which affects their
effectiveness. Overall, most agreed that awareness programs
are a valuable and necessary effort, but they need to be
continuous, engaging, and supported by strong policies to
truly make a difference in workplace culture.

Data Interpretation

The survey reveals a strong female representation (92.3%)
among the 65 respondents, with a majority (78.5%) below 25
years of age and most having little to no professional
experience (73.8%). Most participants are from the academic
sector (46.2%), with smaller shares from private and public
organizations. This demographic profile indicates that the
survey primarily reflects the perspectives of young, educated
individuals—likely students or early-career professionals—
whose understanding of workplace sexual discrimination is
shaped by observation, awareness, and early experiences
rather than long-term professional exposure.

When asked about the existence of sexual discrimination,
86.2% of respondents acknowledged it as a current workplace
issue, highlighting widespread awareness and concern. The
survey identified sexual jokes or comments (66.2%) and
gender-based task assignments (60%) as the most common
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forms of discrimination, followed by fewer promotion
opportunities (47.7%) and unequal pay (46.2%). These
findings suggest that verbal harassment and structural
inequalities remain prevalent, underlining the need for
effective policies and gender-sensitivity programs.
Perceptions of workplace equality reveal that 50.8% of
respondents feel men and women are not treated equally, and
a substantial number have either witnessed (63.1%) or
personally experienced (24.6%) sexual discrimination.
However, reporting such incidents remains low, with 52.3%
of respondents choosing not to report, citing reasons like fear
of inaction, judgment, job loss, or lack of trust in HR. These
insights highlight a persistent culture of fear and mistrust,
suggesting that organizations need to strengthen reporting
mechanisms and ensure employees feel supported when
raising concerns.

Regarding HR involvement, over half of the respondents
(52.3%) were unsure about HR support, while only 18.5%
considered it very supportive. This indicates a lack of
confidence in HR systems to address sexual discrimination
effectively. Participants emphasized that organizations can
prevent discrimination through awareness programs, clear
policies, equal opportunities, management support, and robust
reporting systems. Most respondents believe that workplace
awareness initiatives can foster empathy, educate employees,
and encourage reporting, though they stressed that such
programs must be continuous, engaging, and backed by strict
enforcement to create meaningful change.

Overall, the survey demonstrates that sexual discrimination is
a recognized and ongoing workplace issue, particularly
affecting younger employees and academics. The results
underscore the importance of creating a safe, inclusive, and
transparent organizational culture through proactive policies,
gender equality measures, and supportive HR practices.
Addressing these challenges is critical to ensuring fairness,
respect, and equal opportunities in professional environments.
The survey results clearly support all three hypotheses. Sexual
discrimination is widely acknowledged, with 86.2% of
respondents recognizing its presence in workplaces. Over half
(50.8%) perceive unequal treatment, and many have either
witnessed (63.1%) or personally experienced (24.6%) such
discrimination.  These findings show that sexual
discrimination can have a negative impact on employee
morale and job satisfaction, creating an environment where
employees may feel undervalued or unsupported. Female
employees, who made up the majority of respondents
(92.3%), reported higher exposure and awareness, indicating
that women are disproportionately affected.

In addition, discrimination was reported in tangible ways,
including fewer promotion opportunities (47.7%), unequal
pay (46.2%), and gender-based task assignments (60%),
suggesting it hinders career advancement and may indirectly
influence employee retention. Many respondents also
refrained from reporting incidents due to fear, mistrust, or
perceived inaction (52.3%), highlighting systemic challenges
in workplace culture. Overall, the data underscores that sexual
discrimination not only affects morale and growth
opportunities but also disproportionately impacts women,
confirming all the proposed hypotheses.

Suggestions

Based on the findings and analysis, the following suggestions
can help organizations reduce sexual discrimination and foster
a more inclusive work environment:

i). Strengthen HR Policies and Awareness Programs:
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Organizations should not only implement anti-
discrimination policies but also regularly conduct training
sessions to educate employees about their rights,
acceptable behaviour, and reporting mechanisms.

ii). Encourage Safe Reporting Mechanisms: Employees
must feel safe to report incidents without fear of
retaliation. Confidential grievance channels, anonymous
reporting systems, and prompt action are essential to
build trust.

iii). Promote Gender-Neutral Career Opportunities:
Recruitment, promotions, and job assignments should be
based solely on merit and skills. Bias-free performance
evaluation systems can help ensure equal growth
opportunities.

iv). Foster Inclusive Organizational Culture: Leadership
should actively promote respect and inclusivity.
Celebrating diversity, addressing subtle biases, and
encouraging open communication can help build a
positive workplace culture.

v). Monitor and Evaluate Progress: Organizations should
regularly assess the effectiveness of their anti-
discrimination initiatives through employee feedback,
surveys, and audits. Continuous improvement will ensure
long-term change.

vi). Empower Employees: Encourage mentorship programs
and support networks to help affected employees
navigate challenges, build confidence, and advance in
their careers.

Conclusion

Sexual discrimination in the workplace remains a significant
barrier to equality, employee well-being, and organizational
productivity. It affects not just those directly targeted but also
overall workplace morale, employee retention, and company
reputation. While policies exist, they are often insufficient
without cultural change, awareness, and active enforcement.
Human Resource Management plays a crucial role in
addressing this issue. By implementing strong policies,
fostering a culture of respect, and providing safe reporting
channels, HR can ensure that workplaces are not only
compliant with laws but also truly inclusive.

Ultimately, reducing sexual discrimination benefits
everyone—employees  feel valued and  motivated,
organizations retain talent and boost productivity, and society
moves closer to genuine gender equality. Creating workplaces
where every individual feels safe, respected, and empowered
is not just a legal obligation—it is a moral and strategic
imperative for sustainable growth.
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